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This study examines the relationship between Five Factor Model (FFM) of personality 
(i.e, extraversion, conscientiousness, openness to experience, agreeableness and 
neuroticism), transformational leadership and psychological safety on employee 
engagement. A total of 402 of private sector companies in Southern Thailand 
participated in this study. PLS-SEM was used to analyze the data. Overall 
measurement model showed appropriate psychometric properties in term of reliability 
and validity. The propose model of this research has relied primarily on reflective 
measurement model. Out of the five personality factors, three proved to have an 
influence on employee engagement (extraversion, conscientiousness, and openness 
to experience), however the influence of agreeableness and neuroticism were not 
supported. Transformational leadership and psychological safety also showed direct 
influence on employee engagement. Theoretical, practical and methodological 
implications of the study are highlighted.   
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1.0  Background and Research Problem 
Engagement is the key to the success of an organization because employee 
performance does not only depend on the employees’ intellectual skills, but also on 
their attitude toward their work and organization (Ulrich, 2007). Engaged people 
employ and express themselves physically, cognitively, and emotionally during role 
performances (Kahn,1990). However, there seems to be a rise in disengagement 
among employees lately (AonHewitt, 2013; Gallup, 2013). For example, Gallup (2013) 
reported that 80-87% of employees in the world were not highly engaged in their 
organization. The Gallup Organization surveyed on employee engagement in Thailand 
found that only 14% of Thai employees were engaged, 84% were not engaged, and 
2% were disengaged (Gallup, 2013). The report also showed that Thailand has the 
highest proportion of not engaged employees in the world (Gallup, 2013).  
 
Southern Thailand also face the highest percentage of employee turnover, as high as 
34.79% (Department of Employment Thailan, 2012). Employee turnover is an indicator 
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of disengagement at the workplace (Baumruk, 2004; Gagnon & Michael, 2003), which 
leads to reduced revenue, productivity, profitability, and customer loyalty. Although 
understanding employee engagement has great practical importance, academic 
research works on this issue are relatively limited (Lewis, Donaldson & Tharani, 2011; 
Sally, Natalie, & Clair, 2014), especially employee engagement in Southern Thailand. 
To fill this gap, this research was interested in studying the factors purported to 
influence employee engagement in Southern Thailand.    
 
Previous studies suggested that individual differences, such as personality, influence 
employee engagement (e.g., Wildermuth, 2008). The Five Factor Model is a highly 
stable personality model and it is able to predict individual behavior (Mat, 2008;                   
Moss & Ngu, 2006). Even though the Five Factor Model has been used to predict 
burnout (e.g., Ghorpade, Lackritz, & Singh, 2007; Teven, 2007), which is the antithesis 
of employee engagement, few studies have concentrated on the influence of all five 
dimensions of this model on employee engagement (Rich, 2006; Wildermuth, 2008). 
Thus, this study contributes to positive organizational behavior by investigating the 
effect of the Five Factor Model on employee engagement. 
 
Previous studies seemed to indicate that a leader behavior is key to employee 
engagement. For example, Zhang (2010) revealed that transformational leadership 
was associated significantly with employee engagement. However, limited studies 
focused on the influence of transformational leadership on employee engagement and 
inconclusive findings on the effect of leadership have been reported (Macleod & 
Clarke, 2009; Zhang, 2010). . To obtain understanding of how leadership improves 
employee engagement, this study explored the influence of transformational 
leadershipon on employee engagement.  
 
Previous researchers have neglected to examine psychological conditions to better 
understand how individuals engage at work. One of such psychological conditions is 
psychological safety.  Within the organizational behavior literature, psychological 
safety is the employee’s sense of being able to show and employ one’s self without 
fear of negative consequences to self-image, status, or career (Kahn, 1990). For 
example, Eggers (2011), Dunne (2013),demonstrated that psychological safety 
positively affected employee engagement.  
 
In the interest of filling the practical and theoretical gaps and furthering                   
the understanding of the factors that influence employee engagement in the private 
sector in Southern Thailand, the present study sought to investigate the influence of 
transformational leadership behavior, psychological safety and the Five Factor Model 
of personality on employee engagement.  
 
3.0 Literature Review 
Previous research showed that the Five-Factor Model dimensions were related to both 
work-related attitudes and behavior. Extraversion has been identified as affiliation 
(strongly desiring social interaction) and social potency (proactivity in influencing other 
people) (DeYoung, Quilty, & Peterson, 2007). It was found that individuals who had a 
high score on extraversion had a positive emotion (Judge & Bono, 2000). Highly 
extroverted individuals probably experience vigor (Brief & Weiss, 2002). Indeed past 
research demonstrated a significant link between extraversion and employee 
engagement (Akhtar et al., 2014; Inceoglu, 2012).  However, in contrast, Kim, Shin, 
and Swanger (2009) found extraversion to be weakly related to employees’ work 
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engagement. Arora and Adhikari (2013) found no relationship between extraversion 
and employee engagement. 
Agreeableness is a trait related to service orientation, harmony-seeking, and                   
the propensity to defer to others (Wildermuth, 2008). This trait represents the tendency 
to be trusting and trustworthy, gentle, kind and warm. Zaidi et al. (2013) investigated 
the relationship between FFM personality traits and work engagement among public 
sector university teachers in Lahore. They also found that agreeableness and 
engagement had a significant and positive relationship with employee engagement. 
Similar results were also reported elsewhere (Wefald, Reichard, & Serrano, 2011; Kim, 
Shin, & Umbreit, 2007).  
Individuals with conscientiousness are habitually well organized, accomplished, 
capable of self-discipline, and highly focused on goal setting and achievement. This 
type of personality trait was consistently found to have a positive relationship with 
employee engagement. Mostert and Rothmann (2006) found conscientiousness to be 
a significant predictor of engagement in a survey of 1,794 South African police officers. 
Rich (2006) also found that conscientiousness predicted employee engagement 
among firefighters positively.  
Openness to experience is related to scientific and artistic creativity, divergent 
thinking, and political liberalism. Despite the existing studies on the relationship 
between openness and job engagement (Vanam, 2009), the number of research 
works is still less than the number of studies that have looked at other personality traits 
and employee engagement. 
Neuroticism or need for stability is defined in terms of worry, insecurity, 
self-consciousness and temper. It is represented as a variety of negative effects such 
as anger, embarrassment, worry, unhappiness as well as worried thinking and 
behaviors that carry on emotional concern (McCrae & Costa, 1987). Individuals who 
are highly neurotic have a tendency to experience negative emotions. Neurotic 
individuals tend to be stressful as they are likely to perceive their environment as 
threatening (Sulea et al., 2015). Based on the above argument, thus it was 
hypothesized that: 
Hypothesis 1a:  Extraversion is positively related to employee engagement. 
Hypothesis 1b:  Agreeableness is positively related to employee engagement. 
Hypothesis 1c: Conscientiousness is positively related to employee 
engagement. 
Hypothesis 1d:  Openness to experience is positively related to employee 
engagement. 
Hypothesis 1e:  Neuroticism is negatively related to employee engagement. 
 
Previous research also tended to show that leadership styles play an importance role 
in influencing employee engagement in organization (e.g., Schneider, Macey, 
Barbera, & Martin, 2009; Schaufeli & Salanova, 2007; Zhang (2010). Transformational 
leadership involves supportive behavior, which, according to Deci and Ryan (2000), is 
a job resource that can prompt an individual’s intrinsic motivation, which affects 
employee work engagement. However, Karatepe and Olugbade (2009) and Saks 
(2006) found inconsistent results and reported that supportive supervisor had no 
significant effect on engagement. Thus it was hypothesized that: 
Hypothesis 2: Transformational leadership is positively related to employee 
engagement. 
Psychological safety has been found to improve engagement levels (Kahn, 1990; 
Dollard & Bakker, 2010; Kark & Carmeli, 2009). Kahn (1990) explored the linking 
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between personal engagement and psychological safety by using descriptive statistics 
from the ratings of the group of 186 experiences. The results showed that a higher 
level of psychological safety had a stronger relationship with personal engagement 
than with personal disengagement. Thus, he concluded that employees who were 
engaged felt more psychologically safe than employees who were disengaged. Thus it 
was hypothesized that:D 
Hypothesis 4: Psychological safety is positively related to employee engagement. 
4.0 Methodology 
Sample and Procedure 
A quantitative research method (survey using questionnaire) was used to solicit 
responses from 608 employees working in private sectors in southern Thailand. The 
target population consisted of all full-time employees in these organizations. The 
Department of Labour Protection and Welfare, Thailand (2012) indicated a total of 
7,986 private companies and 134,838 full-time employees as of 2012. The minimum 
sample required for this research was 384 (Krejcie & Morgan, 1970).  
In this study, structural equation modeling was employed to analyze the proposed 
relationship in this study. Given that the objective in this study was predictive in nature, 




Employee engagement was assessed by employing the Rich Engagement Scale 
(2006). The instrument has 13 questions. A seven-point Likert scale, ranging from 1 to 
7 (from strongly disagree to strongly agree) was used. Sample items include “I work 
with intensity on my job”, “I am enthusiastic about my job”, and “At work, I concentrate 
on my job”. 
 
Employee personality was measured using Saucier (1994) “mini-markers” of the Big 
Five Personality dimension. He began with Goldberg’s 100 Adjective Markers and 
reduced the list to 40 Adjective Markers that sought a short measure. The Big Five 
marker set comprises five dimensions: extroversion, agreeableness, 
conscientiousness, openness, and neuroticism. In this study, the survey had 40 items, 
which were measured on a seven-point Likert-type scale, ranging from 1 (extremely 
inaccurate) to 7 (extremely accurate). A higher level of personality trait was indicated 
by higher scores. Sample items include “How accurately can you describe yourself?” 
the list of traits is Creative, Sympathetic and Shy, etc.  
 
Transformational leadership of employees’ immediate supervisor was assessed by 
adapting the Multifactor Leadership Questionnaire 5X of Bass and Avolio (2000) which 
is also known as the MLQ 5X. The survey had 20 items, which were measured on a 
seven-point Likert-type response format that varies from 1-none, 2-slight, 3-mild, 
4-moderate, 5-severe, 6- very severe, and 7- maximal.  
 
The items for psychological safety scale were adapted from Shuck (2010), whose 
scale was based on May et al. (2004) and Kahn (1990). These items evaluate to what 
extent a person feels pleasant to be himself or herself and illustrate his or her point of 
view at work or whether there is a threatening environment at work. In this study, the 
survey had four questions measured on a seven-point Likert response format ranging 
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5.0 Analysis and Results 
Response Rate 
 
Out of 608 employees in private companies invited to participate in this study, 422 
responded. However, 20 responses were excluded from the analysis because of 
incomplete responses. Only 402 were usable and gave an effective response rate of 
66.12%. Babies (1973) argued that a response rate of 50 % is acceptable for social 
research surveys. Hair et al. (2014) suggested that a sample size should be 10 times 
the number of the variables under study. In this study, there were eight variables. 
Hence, a sample of 80 is adequate for the analysis. Moreover, PLS requires only a 
minimum of 30 participants (Chin, 1998). Therefore, a total of 402 response rate is 
greatly adequate for this analysis. 
Profile of Respondents 
The participants were mostly female (61.9%). In terms of age, those who were 
between the age of 21 and 30 years old were 56.2% while 31.3% percent were 
between 31 and 40 years old. In terms of the level of education, the majority had a 
bachelor’s degree (70.1%). In contrast, 2.7% had a postgraduate degree. Forty-five 
percent of the participants had worked in the organization less than 5 years. In 
addition, the participants who came from the organization that employed more than 
100 employees were 48%, followed by those from the organization that had less than 
50 employees (34.8%). With regards to the type of organization, almost half of the 
participants worked in the service sector (44.5%), followed by the production sector 
(37.3%). Only 18.2% worked in the trading sector.  
Evaluation of Measurement Model 
The loadings for most of the items are satisfying the minimum threshold recommended 
by Chin (1998). The results for composite reliability range from 0.776 to 0.967 
indicated the satisfactory level of the internal consistency in the measurement model. 
To determine the convergent validity, Fornell and Larcker (1981) suggested the 
minimum AVE of 0.5. The results for AVE ranged from 0.515 to 0.682. 
The second criterion of discriminant validity is the Fornell-Larcker’s criterion (Fornell & 
Larcker, 1981) where the square root of the AVE of each latent construct should be 
greater than the cross-correlation with any other latent construct. Table 1 shows 
adequate discriminant validity. 
Table 1 
Results of the Discriminant Validity of Constructs 
  EE      P1 P2      P3 P4      P5 Psy      TL 
 EE 0.589 0.767 0 0 0 0 0 0 0 
 P1 0.571 0.368 0.756 0 0 0 0 0 0 
 P2 0.682 0.334 0.40 0.826 0 0 0 0 0 
 P3 0.515 0.451 0.47 0.449 0.718 0 0 0 0 
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 P4 0.546 0.258 0.09 0.183 0.243 0.739 0 0 0 
 P5 0.537 0.280 0.39 0.544 0.445 0.217 0.733 0 0 
Psy 0.566 0.371 0.27 0.217 0.273 0.031 0.237 0.752 0 
 TL 0.619 0.277 0.16 0.156 0.155 0.015 0.148 0.360 0.787 
 
Table 2 shows the results for the direct relationship between personality, 
transformational leadership and psychological safety on employee engagement. 
 
Table 2 
Results for Direct Relationship 
Predictor Construct Path coefficients (β) Standard error T value 
 Extra -> EE 0.138 0.0575 2.401* 
 Agreeable -> EE 0.094 0.0573 1.645 
 Conscien -> EE 0.244 0.0466 5.227*** 
 Openness-> EE 0.169 0.0457 3.703*** 
 Neuroticism -> EE -0.037 0.0536 0.694 
 Psy -> EE 0.203 0.0476 4.261*** 
 TL -> EE 0.132 0.0487 2.718* 
 
Note.*** Indicates the item is significant at the p<0.001. ** Indicates the item is significant at the p<0.01 .* 
Indicates the item is significant at the p<0.05. 
 
6.0 Discussion and Research Implications 
The first research objective investigated the influence of employee personality                
on employee engagement. Personality is a pattern of dispositions or characteristics 
that measure the consistency of a person behavior (Feist & Feist, 2002), and it is 
expected to impact the way individual responds to most situations (McCrae, Costa, 
Ostendorf, Angleitner, Hrebickova, & Avia, 2000). Reasonably, therefore, personality 
could impact people’s decisions to engage or disengage at work. The FFM  
personality of extraversion, agreeableness, conscientiousness, openness, and 
neuroticism (McCrae & John, 1992; Judge & Bono, 2000) provides a meaningful 
taxonomy for the study of individual differences. Kahn (1990) also presumed that 
individual differences are likely to give people’s characters toward being engaged or 
disengaged. Based on the first objective of the study, five hypotheses were tested, and 
the results are as follows: 
Extraversion and Employee Engagement 
Hypothesis 1a states that extraversion will positively influence employee engagement. 
The result in Table 4 revealed that extraversion positively influenced employee 
engagement. The result of this study is consistent with previous works (Inceoglu & 
Warr, 2012; Kim et al., 2009; Langelaan et al., 2006; Salanova et al., 2002; 
Wildermuth, 2008; Zaidi et al., 2012). Extraversion is characterized by fun-loving, 
affectionate, sociable, talkative, friendly, cheerful (McCrae & Costa, 1983), 
enthusiastic, optimistic and energetic (McCrae & John, 1992) traits. An individual who 
has these characteristics are socially oriented and active person. Moreover, he/she 
has a tendency to express positive feelings, emotion and has many friends in the 
organization (Watson & Clark, 1997). An extrovert person would pay more attention to 
the value of a person in a group (Huitt, 2007). The result is also in accordance with 
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need theory that postulates that belongingness and love need refers to the need to be 
affiliated to, have friends, and accepted by other people. Pulasinghange (2010) 
concluded that the needs are work group, family, affection, and relationship. 
Therefore, an employee who has extraversion trait can easily get happy and be 
engaged in the organization. As participants in this study were employees of private 
companies, they must interact highly with co-workers, leaders, and clients to 
accomplish their job. Thus, extrovert employees could get support and encouragement 
from their co-workers, supervisors, and clients, leading them to be engaged at work.  
Agreeableness and Employee Engagement 
Hypothesis 1b states that agreeableness would positively influence employee 
engagement.  The result in Table 4 showed that agreeableness did not relate 
significantly with employee engagement. The result is consistent with Wildermuth 
(2008) and Akhtar et al. (2015), but not with Kim et al. (2009), and Zaidi et al. (2013) 
who found a significant and positive relationship between agreeableness and 
engagement.   
An agreeable individual has the tendency to be sympathetic, warm, and cooperative, 
helpful, and friendly. This trait is connected to harmony-seeking, service orientation, 
and propensity to defer to others. As such, an individual is sympathetic to others and 
has the desire to help others; he/she expects others to help in return (Costa & McCrae, 
1992; Zaidi et al., 2013).  These tendencies of agreeableness may seem to be 
preferably especially in work team player, however, when it comes to individuals’ 
agreeableness also found to have disadvantages. Individual who are high in 
agreeableness are seem to be more concern of inter personal relationship, low 
self-esteem, and likely to keep quiet and do not speak up what on their mind. This may 
result on organization in terms of unable to provide satisfaction to meet their needs. 
When the needs are not met, employee would be less engaged in their job.  
Another possible explanation for the non-significant result might be due to the 
participants’ characteristics, who tend to avoid uncertainties and conflict. As a 
characteristic of Thai workers, they may not show their emotion and ideas in public 
because they do not wish to be seen as being antagonistic if they have different 
opinions. Thai workers avoid giving a negative opinion to something that might affect 
themselves in negative ways, such as by losing a relationship. Moreover, the reason 
why agreeableness did not show significant relationship with employee engagement 
may be because agreeable people are very eager to avoid conflict, they will often leave 
the decision making to others when the decision seems to be difficult to make or may 
give an unpleasant outcome. Employee that avoid conflict can become liability and will 
often undermine their own professionalism and ability and when employee do not 
believe in their capability and feel less professional these may result to less engaged in 
their wok.  
Conscientiousness and Employee Engagement 
Hypothesis 1c states that conscientiousness would positively influence employee 
engagement. As expected, conscientiousness significantly influenced employee 
engagement which supported hypothesis 1c. This research model showed that 
conscientiousness was the strongest influence on employee engagement. The result 
is consistent with Kim et al. (2009). The result was not surprising because 
conscientiousness is required across occupations regardless of sectors. For instance, 
Hurtz and Donovan (2000) found that conscientiousness was the most important factor 
that correlated with job performance across all occupations. Rich (2006) also found a 
correlation between consolidation (conscientiousness) and engagement of firefighters. 
This finding is also in line with Hogan and Ones, (1997), McCrae and Costa (1987), 
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Mostert and Rothmann (2006), Zaidi et al. (2013).  Previous research also supported 
the usefulness of conscientiousness at work that can be linked to attendance at work 
(Judge, et al., 1997), work behaviors (Hogan & Ones, 1997), job performance 
(Robertson et al., 2000), retention (Barrick, Mount, & Strauss, 1994), and engagement 
(Rich, 2006).  
An individual who is conscientious is organized, careful, responsible, and hardworking. 
These are important attributes for accomplishing work tasks in a job. Costa and 
Widiger (2002) stated that employees who score highly on conscientiousness have a 
high aspiration level and work hard to achieve their goals.  The result is also in 
accordance with the proposition by Maslow in that if employees have self-esteem, a 
sense of achievement, mastery, and managerial responsibility, they will have a 
positive attitude toward the organization. Therefore, it is not surprising that these 
characteristics contribute to the feeling of engagement in the organization.  
 
Openness to Experience and Employee Engagement 
Hypothesis 1d stated that openness to experience would positively influence 
employee engagement.  The result in Table 4 found a significant influence of 
openness to experience on employee engagement. Openness to experience is the 
degree to which an individual is philosophical, intellectual, complex, and creative. In 
addition, openness could be manifest in fantasy, actions, feelings, ideas, and values 
(McCrae & Costa, 1987). This personality trait tends to be associated with interests in 
a wider range of topic and theories (Wildermuth, 2008). Thus, individuals who score 
highly in this trait are expected to be engaged highly (McCrae & Costa, 1987). On the 
other hand, individuals who score low in openness tend to have limited interests or 
limited interests in the need for efficiency (Howard & Howard, 2001).  
Previous studies showed that this trait forms the basis for such important social roles 
as entrepreneurs, architects, change agents, artists that most work in private 
companies. It may be concluded that openness trait is appropriate for employees in a 
private company operating in a competitive business environment, especially in 
southern Thailand which is expected to have a robust economic growth (Asian 
Development Bank, 2013). Indeed, the Thai government has supported investments in 
the southern border area to achieve international competitiveness (Makishima & 
Somchai, 2003). 
 
Neuroticism and Employee Engagement 
No significant influence of neuroticism on employee engagement was found. The 
result is consistent with Zaidi et al.’s (2013) study, which investigated the relationship 
between the big five personality traits and work engagement of public sector university 
teachers in Lahore, Pakistan. Wildermuth (2008) and Akhtar et al. (2015) also reported 
a similar finding. But, the result is not consistent with previous studies which 
demonstrated a negative correlation with engagement (Anvari et al., 2011; Bozionelos, 
2004; Inceoglu & Warr, 2012; Judge et al., 1997; Keyes et al., 2002; Langelaan et al., 
2006; Wildermuth, 2008).   
Neuroticism refers to an individual who experiences negative emotions and reports 
less satisfaction with life than most people.  Employees who score highly in this trait 
tend to respond quickly to the tasks, but they show less contentment with the 
assignments. Moreover, they tend to get a bad mood easily (Howard & Howard, 2001).  
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The non-significant result might indicate some specific personality traits such as 
jealousy, temperament, and fretfulness are in conflict with Thai characteristics. 
Pronpitakpan (1999) investigated how the culture affected business relationships 
between Thai, Japanese and American people. He showed that Thai and Japanese 
people belong to collectivist cultures with the focus on fitting in with other, social 
harmony, interpersonal sensitivity, and conformity. Moreover, Thais often avoid 
conflict with each other. They show respect and are able to control their emotion 
effectively. Thus, Thai employees who score highly in neuroticism may not feel 
engaged or disengaged in the organization (Akhtar, 2015). 
 
Transformational Leadership and Employee Engagement. 
The finding showed that employee engagement was influenced positively by 
transformational leadership, which supported hypothesis 2. In the Thai culture, 
employees place a high value on relationships and on meeting the needs of a group 
(Bochner, 1994). A transformational leadership concentrates on team building, 
motivation and cooperation with employees in an organization and push them to higher 
performance levels (Yammarino et al., 1993) and subsequent engagement (Macey & 
Schneider, 2008; Shirey, 2006). Moreover, a transformational leader is able to 
motivate employees by inspiring them and transforming their attitudes, beliefs, and 
values into a common vision and goals (Bass, 1990; Breevart et al., 2014). Similarly, 
supportive behavior for autonomy includes providing meaningful rationale and 
feedback, allowing choices on how to accomplish the desired results and building trust 
to increase motivation at work between leaders and followers (Gagné, et al., 2000; 
Gagné, 2003). Therefore, it is important for organizations to employ leaders who 
exhibit transformational leadership behavior so that employee engagement can be 
enhanced. The result is in agreement with previous studies (Attridge, 2009; Breevaart, 
et al., 2014; Cartwright & Holmes, 2006; Hoon Song, Kolb, Lee, & Kyoung, 2012; 
Macey & Schneider, 2008; Nohria, et al., 2008; Shuck (2009); Shuck & Herd, 
2012;Tims, Bakker, & Xanthopoulou, 2011; Wang & Walumbwa, 2007; Zhu, et 
al.,2009).  
Psychological Safety and Employee Engagement 
As expected, the result provided support for hypothesis 4 as it demonstrated a positive 
influence on psychological safety on employee engagement. When employees feel 
psychologically safe, they will ask questions, inquire feedback, report a mistake, or 
offer a new idea in their job (Edmondson, 1999) that make them proud of themselves 
and engaged in their job. This finding supports Kahn’s (1990) engagement model that 
postulates that when employees feel safe for their career they are likely to be engaged 
in their tasks. Khan (1990), May et al. (2004), Egger (2011), Vogelgesangn (2007), and 
Robinson et al. (2004) demonstrated that psychological safety improved the employee 
engagement level. 
 
7.0 Implications of the Study 
7.1 Theoretical Implications  
The findings of this study empirically supported the effect of personality traits, 
psychological safety and transformational leadership on employee engagement.  
Therefore, this study has contributed further knowledge to the importance of 
personality traits, transformational leadership, and psychological safety as predictors 
of employee engagement. 
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In addition, this study has heightened the knowledge of the influence of individual 
differences in private sector workers’ engagement by providing empirical evidence 
which indicated that private sector workers’ engagement in Southern Thailand. The 
result indicated that a high level of extraversion, consciousness, and openness to 
experience would intrinsically motivate Thai employees to be engaged in their work.  
This research has also provided empirical evidence to support self-determination 
theory (SDT), which speculates that individuals are autonomously engaged in 
activities when their basic psychological needs are met (Deci & Ryan, 2000).  
According to Deci and Ryan (2000), the psychological need can be satisfied by both 
extrinsic and intrinsic motivations. The results of the present study provided evidence 
for the SDT’s assumption that employees are likely to exhibit excellent performance 
when the extrinsic and intrinsic motivations are available.  
 
7.2 Practical Implications 
The findings of this study provide some useful guidelines to the Thai private companies 
to achieve employee engagement in the workplace. This is critical because private 
sector enterprises are currently facing low employee engagement when the business 
environment is characterized by intense competition which requires that companies 
respond quickly to the environmental changes.  
The present study highlighted the critical roles of individual personality traits, 
transformational leadership, and psychological safety in the development of employee 
engagement. The finding is useful particularly for human resources management in 
terms of the selection of employees. This finding suggests that companies should 
prepare a description of characteristics of employee they need, that is, those who are 
self-disciplined, hard work, and highly focused on goal setting and achievement 
(McCrae & Costa 1987). In short, it is important for private companies to conduct                   
a personality test in human resource selection. Hogan (1994) suggested that the 
selection process should be made on a broad range of personal integrity, cultural 
background, and personality. Researchers have found that when selection processes 
work well, there is less employee turnover, and training efforts are more effective 
(Cran, 1994).  
The results of this study showed that transformational leadership could potentially 
influence both psychological safety and employee engagement. The findings of                   
the present study indicated that transformational leadership had an impact on 
psychological safety and employee engagement. Therefore, human resources (HR) 
practitioners in private companies would be wise to focus on leadership training and 
development programs because using appropriate leadership styles can improve 
employee psychological safety and engagement. A leadership program should provide 
an understanding of the important role and impact leaders have on employees in terms 
of building psychological safety and employee engagement. Companies should coach 
managers to take an active role in building engagement with their employees.  
Finally for policy makers, this research emphasizes the importance of employee 
engagement for organizational successes in Thailand. The findings suggest the need 
for a national policy to encourage employers to develop engagement of their workforce 
seriously as it affects the costs of human resource development in Thailand. Moreover, 
it leads to increased productivity and the nation’s global competitiveness.  
 
8.0 Limitations and Future Research 
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Notwithstanding the contributions of this study, it is worth to mention several 
limitations.  First, this study only concentrated on private companies and did not 
include employees belonging to other industries such as financing and educational 
industries. Therefore, the results of this study may not be generalized to employees in 
other industries as they might have different work cultures which require distinct types 
of personality traits and leadership style in order to increase employee engagement. 
Second, although the study found that personality traits and transformation leadership 
were viable tools for increasing employee engagement in private companies, it did not 
look at the effects of such engagement on organizational consequences such as job 
satisfaction, organizational commitment, and intention to stay. Future studies should 
continue to explore the implications of employee engagement. 
Third, even though the questions in the questionnaire were carefully translated from 
English to the Thai language, it was impossible to get a perfect translation due to the 
cultural nuances. For instance, the personality questionnaire used mini-markers that 
are short words for the list of traits, such as philosophical, systematic, deep, and 
complex, etc. These words may cause confusion when presented in the Thai 
language. Therefore, some items were deleted based on the result of the pilot test and 
factor analysis.  
 
9.0 Conclusion 
The present research was conducted to investigate the influence of employee 
personality, psychological safety and transformational leadership on employee 
engagement in southern Thailand. The research assessed the factors that contribute 
to employee engagement via a survey of employees in private firms located in 
southern Thailand. The research results showed that of the five personality traits, 
agreeableness and neuroticism were found not significantly affect employee 
engagement. These research findings expanded the work of Kahn (1990) by 
examining the influence of individual differences on employee engagement by 
employing the Big Five Factor Model. Generally speaking, the present study was able 
to accomplish the research objectives established earlier. This study also was able to 
fill the gap in the engagement literature by exploring the relationship between 
transformational leadership and psychological safety, and transformational leadership 
and employee engagement. In addition, the results of this study validated the 
propositions by self-determination theory in explaining the development of employee 
engagement by satisfying the need of employees for psychological safety, which will 
prompt the feeling of autonomy and subsequent engagement at work. The research 
results provide a human resource management perspective to leaders, policy makers 
and practitioners practically in the private sector about the importance of enhancing 
the factors that contribute to employee engagement. The limitations of the study and 
future research directions are also highlighted in this study. 
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